[ N

. ’ O’ s AN
MEMORANDUM FUR THE REQCR
- BUBJECT:  leoting with Drecutive Director-Camptroller om 13 June 1668

1. Froesend were Mesgrs. Karomessines, Swith, Coftey, Houston,
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Stewart;, Landerdals, Richardson, and the undersigned.

2, Colopel ¥nite opened the mesting by advising the group that
the DOT wee still looking for a new recruitment Drogram that would
contain innovative and imeginstive concepts,

3. Colomel White next nsked sach manber to give his reaction to
the Caresr Plamning problen as identitied by the Commdttee on
Profoseoional Magpover mnd to resent o brief suplanstion of how the
Provien was being handled in his Directorate,

b, M, Colfey, speaking for the Support Services, stated that
thare was no formslly structured Career Munsgement Program at the
Directorate level., Thsre is; however, an Executive Register which
dogs identify potential succsasion for each ssnior position in the
Dirsctorate. Esch Office doss, of course, have a Career Service Panel
gysten which considers pramotion; rotation and internal and external
training assignnonts, Although five-yeur plans are written for parti-
cipante in the Mid-Coresy Executive Develomuent Course, it was
Mr, Coffey's opinion that they were nod ussally followed,

5. Hr, Landsrdalae, ropresenting the Dirsctorste of Science and
Technolegy, also discussed the Office Career Panels and how they funce
tioned. He oo did not believe five-year plans were too meaningful,
particularly in his Directorate. Assignmente usually wers debermined
by regquiremente at the time. Purther, scienbists and enginears are
by nature Job-hoppers and ofen five years 1s all that can de axpectad
from them. They also have in concept & procedurs somewhat similar to
the Support Services' Executive Registar., Ths performence and poten-
tial of O8-15'g and shove are reviewed at the Directorste level,

6. Mr. Karsmessines covered the Caresr Service Pansl Systen in
the Clandestine Services. He also explained in scme detail the work
of the Personnel Mansgement Committes. This group looks st personnel
problems &3 & whols from a policy vicwpoint, New concepts are
introduced by this Committes but they also consider individual cuages
of overriding importance, In eddition, the Clandestine Services has
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& Personnel Management Stafs waich is cur
review of the CT imput by persenelly interviewing es The Personnel
Mansgement Stalff also has an "open door” to officers of any grade who
wish to discuss problems with & senicr group outside of command channels.
The Clandestine Services hes not found Teasible the develomment of a
. customized five-year plan for esch individual. The Directorate must
retain a high degree of flexivility to meet assignment réquirements, In
summary, the Clandestine BServices iz working towards & centralized caraeer
management which hopefully will be ragponsive to the wishes of indivi-
duals who seek a change of direction in their caresrs. :
7. Mr. Smith stoted thad the Intelligence Directorate 3id not have
& highly structursd program of career managenent at the Directorate level.
He agreed with the others that & five-year plan was artificial, Planning arny
distance out, beyond rotation within a component, is difficult to do with
meaning for an individusl. His Dirsctorate slso has & Carcer Panel Systaxm
which does -consider people and their potential by grade levels. Each
office is required to identify "comers" -- those who show great potential --
and thoave rostars sre reviged poricdically. At the Dirsctorate level
these lists are reviewed for Promotion and for selection for schools or
overseas sssignments, : i
8. Mr. Stewart saw a requirement Yo plan for carears and more speci-
fically for individusl asesigrments. Training in selected trade craft and
lenguage followed by one or two tours overseas exglly consumes a five-year
pericd. He did agres, however, that a formal plan for each individual was
not practical and was often considered, erroncously, as & gusrantee,

9. Colonel White summerized his "philosophy" as follows: "Our entire
Carser Service system should be recognized as a grouping of individusal
employeas with similar skills for rersormel mansgerzent purposes, It theree
fore is not fesgible for all Corveer Services to be managed cantrally o
for any edict which might be issued to be epplied uciformly. Most aspects
of auy successful caresr mEnsgement must be done at the Divectorate or
lower lavel, What we should all racogaize is that we should not be
eddressing ourselves to sdministrative mechanisms but to individusl caresy
development, menagement, and pilanning. While s formal, five-year plan for
everyone ig not advocated, neither is flying by the seat of ocur pants,

As & minimum every individusl should be looked at systematicelly for his
potential, interests, ete., and in congideration of the possibilities for
his own career development. In some cases the plan will be minimal; in
Tact, he may stay in this or some conparable job for the rest of his
caresr, At the other end of the gpectrum, however, are profassionsls of
all kinds fo whom 1t would be grossly unfair to handle in the same WEY .

I personally bveliesve that the high percentsge of the employess, say 90
percent, will make their greatest contribution and derive their greatest
gatisfoction fram romnindee o dhg aevsng e = 2 .
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individuals, and carser vlanning, promotions, reassignments, training
courges, ets,, as appropriste, ghould bhe interspersed hroughout their
carears, There is & puch smaller percentage, say 5 - rercant, who
hiave the cepabllity and the desire to rotate WONE WO or more offices
within the same Directorate, and some gpecific individual career planning

ot

for this group needs to be done. There 15 & 51111 swmaller percentage,
88y 2 - 5 parcent, which has the caprbility and desire to rotste BLOYORE

Directorate lines. We neegd to do something sboub this too for, after all,
we have a dual objective: first » to develop the individual to his fullest
cepacity for his own job satisfaction; and second, to develop walle

‘rounded seniop people who are capibls of Tilling the top positions in the

Agenty. T think there can be 1itdle argument that some, albelt amall,

rotation among Directorates ig bighly desirable.” g
10. Colonel White asked each mamber to reflect on the Carcor

Menagement pyoblem in his Directorate and to Proépare a roport for the

DCT by 1 August indicating what ke thinks he should and can do sbout indi-

vidual career Planning in his Direc torate. Iwo subjects are to ba

a

apecitically covered in thig raport:

4. What you plan to do about roteting people within your
Directorate; and ' '

L. What you think we should or could do about scme roiastion
across Dirsctorate lines. “

1l. There was & vary brief discusaion of the Mid-Career Executive
Development Progrem but it was agreed to defer any decisions until a1l .
mezivers had an Cpportwilty to raview s recent study on the subject by
the Director of Training, ‘

Deputy Tirector of Personnel

Distrivution:
C&P -~ By Dir-Compt
1 - 1m/1
1 - pp/p '
1 - ob/ssn , _ i
1 - Asst. DS ,
1 - General Coungel ’
1 - IG i ,
1.- D/Pers (Folicy File) :
v 1 - D/Pers Chrono ;
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Career Management sad Development in the Support Directorate

A. Support Directoxate involves 8 career services - 7 Utfices, 2 Staffs.
B. The DD/S personally approves promotions GS-15 am above.

C. %e have an Executive laventory and Review each year, ani discuss
the line of succession.

. wé have an anmus! review with each Diviston Chief.

E. The intent of Suppoxt Directoxate is to work on & team basis - have
support teams which share responsibilities and have a
“MIL" of Interests, functions, and so forth,

¥. Make an effort to trausfer between Offices,

G. Atrempt to get ail 15's and below iato the Support Services Review Course.

H. Any GS-14 and above bas achieved a proiessioas! capability and, therefore,
has manageria: ability.

I. Like for managerial personnel to have flexibility and transferability of
skitla, (SIPS assignments and the assigament of chiefs end
deputies ia the suppoit fleld most clearly indicate this effort. )

J. BEadorse the transfer of support personnel to ather Directorates ani vice
versa - make transfers out and encourage transfexs in.

K. RDC - Support personnel made avatlable in managertal positions - not
just support.

L. Iatexrchange is healthy for the Agency - we discourage separatism and
xenophobla - want our people to have wide associattons, :nowledge, etc.

M. Need to get fuput from each Office:

1. Adherence to Iive~year plan
2, Must obtain training and development statistics

N. !want ®D/S Offices to kientify their "comers™ - begin with GS-7 ani
£o all the way through the Executive laventory.
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